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I 
摘  要 
创新是组织生存、发展、竞争的重要手段，作为组织活动主体的员工，其创
新行为是组织创新及组织获得竞争优势的重要源泉，而知识经济时代的来临更凸
显员工创新对组织生存和发展的重要作用。随着市场竞争越来越激烈，组织也更
加重视员工创新意识的培养和创新行为的实施，对于如何激励员工创新行为是学
术界和企业界一致关注的重要课题。本研究通过回顾有关创新文献发现：第一，
创新行为的前因变量主要表现为个体因素和情境因素。其中个体因素包含了人格
特征、目标导向、价值观、思维方式与认知风格、自我认知和身份认同、知识和
能力、心理状态和动机等；情境因素主要包含了任务、团队、组织及社会等因素；
第二，在有关创新行为中介变量的研究中，大部分学者都是以个体因素作为中介
变量来讨论创新行为形成过程中的影响机制，即情境因素如何通过影响员工个体
的态度或心理状态，继而影响员工在组织中的创新行为。第三，在有关创新行为
调节效应的研究中，研究趋势主要是研究个体因素与情境因素的交互对创新行为
的影响。第四，学者们关于员工创新行为的研究，大都是以企业正常经营情境为
背景，这种环境是组织内员工比较熟悉的、已经适应并形成惯例的工作环境。而
对于特殊情境下（如组织变革），关于员工创新行为形成机制的研究则比较少。
第五，在创新行为的影响因素中，领导行为因素还有待补充。 
针对员工创新行为现有研究现状及不足，本文基于计划行为理论、威胁刚性
理论和社会交换理论，结合管理实践的逻辑推理提出了研究理论模型：即在组织
变革过程中，工作不安全感会影响员工的变革情感承诺，继而影响员工的创新行
为。情境因素和支持性环境对于理解行为意图影响行为的过程有着重要作用，因
此，本文又引入了领导变革管理行为作为另一前因变量，探讨领导变革管理行为
对变革情感承诺和创新行为的积极影响作用，并进一步研究了变革管理行为在工
作不安全感和变革情感承诺之间的调节作用。同时本文对相关变量进行界定，并
提出了相应的假设。 
本文主要采用问卷调查法收集数据，应用统计分析法对数据进行了假设检
验，获得了一些重要的研究结论：第一，主效应检验，即检验工作不安全感和领
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导变革管理行为对员工创新行为的影响作用。检验的结果发现，工作不安全感对
员工创新行为具有显著的消极作用,变革管理行为对员工创新行为有显著的积极
作用。第二，中介效应检验。即检验员工的变革情感承诺对主效应的中介作用。
检验的结果发现，变革情感承诺在工作不安全感、变革管理行为与员工创新行为
之间起到了中介作用。工作不安全感、变革管理行为，会通过影响变革情感承诺
继而影响到员工的创新行为。第三，调节效应检验，即检验领导者的变革管理行
为对工作不安全感与员工变革情感承诺的调节作用。检验的结果发现，变革管理
行为在工作不安全感与变革情感承诺间起调节作用，变革管理行为会减弱工作不
安全感对变革情感承诺的负向影响作用。 
本文研究了在特定情境（组织变革）下，员工的工作不安全感对员工创新行
为的影响，并验证了变革情感承诺和领导变革管理行为在员工创新行为形成机制
中的作用。本文在理论方面拓展了有关创新行为的研究，并从实证上检验西方变
革管理理论在中国情境下的应用性。在实践上，为管理者在组织变革期间如何更
好地促进员工创新行为提供了理论依据和管理启示。最后，本研究指出了研究局
限性和未来研究方向。 
 
关键词：创新行为；组织变革；工作不安全感；领导变革管理行为；变革情感承诺 
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III 
Abstract 
Innovation is  important  for organizational survival, development and 
competition. As the main part of organization, employees’ innovative behavior is an 
important source of organizational innovation and  competitive advantage. The era 
of knowledge economy  highlights the important role of employees’ innovation to 
organizaitonal suvival and development. With the increasingly fierce market 
competition, organizations pay more attention to the cultivation of employees’ 
innovative consciousness and the implementation of innovative behavior. How to 
motivate employees' innovative behaviors is an important topic in  the academic 
circle and attracts  consistent attention from business practitioners. By reviewing 
literatures, this paper  found that: First, The antecedents of innovative behavior 
mainly  include individual factors and situational factors. Specifically, the individual 
factors include personality traits, goal orientations, values, thinking styles and 
cognitive style, self-concepts and identity, knowledge and abilities, psychological 
states and motivation etc. Meanwhile, the situational factors mainly include task, team, 
organization and other social factors. Second, in the studies about mediating variables 
most scholars  regard individual factors as mediating variables to discuss 
theinfluence mechanism in the formation process of  innovative behavior . That is to 
say,  through affecting the employees’ attitude or psychological states, the situational 
factors  impact the employee's behavior in the organization. Third, in the studies 
about  moderating effect, most scholars mainly study the influence of the interaction 
of individual chatacteristics and contextual factors. Fourth， scholars  of employees’ 
innovative behavior mostly  take the normal operation of  an  enterprise as the 
background, which is the routine of the working environment that the employees are 
familar with and have adapted to.  But there are few studies that examine the 
formation mechanism of employee's behavior under special situations(such as 
organizaitonal change). Fifth, among the factors influencing the innovative behavior, 
厦
门
大
学
博
硕
士
论
文
摘
要
库
  IV 
factors about leadership remain to be added. 
According to the existing research this paper puts forward a research model 
based on the planned behavior theory, threat rigidity theory and social exchange 
theory, combined with management practice of logical inference. To be specific, in the 
process of organizaitonal change, job insecurity will affect the employee's affective 
commitment to change, and then the impact of innovative behavior of employee. 
Situational factors and supportive enviornment plays an important role  in 
understanding the process of intention influencing behavior, therefore, we should not 
ignore the influence of situational facotrs on employee's innovative behavior. Based 
on this, this paper introduces the change leadership as another antecedent variable, to 
explore the positive impact of change leadership on the affective commitment to 
change and innovative behavior, and to further study the moderating effect of change 
leadership on job insecurity and affective commitment to change. At the same time, 
this paper defines the relevant variables and puts forward the hypotheses.  
This paper mainly uses questionnaire survey method to collect data, applys 
statistical analysis method to test hypotheses and  reaches some important 
conclusions. First, the main effect test examinesthe impact of job insecurity and 
change leadership on innovative behavior. The  results showed that job insecurity 
has a significant negative effect on employee’s innovative behavior, change leadership 
has a significant positive effect on employee’s innovative behavior. Second, mediating 
effect test analyzes the mediating effects of affective commitment to change on the 
main effect. The test results showed that affective commitmemt to change plays a 
mediating role between job insecurity, change leadership and employee’s innovative 
behavior. Third, moderating effect test studies the moderating effect of change 
leadership on job insecurity and affective commitment to change. The test results 
showed that change leadership moderates the relationship between job insecurity and 
affective commitment to change, change leadership will reduce the negative effects of 
job insecurity to affective commitment to change. 
Under the specific situation(organizational change), this paper studies the effect 
of job insecurity on innovative behavior, and verifies the role of change leadership 
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V 
and affective commitment to change in  the formation process of employee's 
innovative behavior. The paper expands the research on innovative behavior in theory, 
and tests the applicability of western change management theory to Chinese context. 
In practice, this paper provides the theoretical basis and management implications for 
managers to better promote the employees' innovative behaviors during the period of 
change.Finally, this study points out the limitations and future research directions. 
 
Key words: Innovative Behaviors; Organizational Change; Job Insecurity; Change 
Leadership; Affective Commitment to Change 
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